and Denmark to explore union policies towards immigrant and ethnic minority members in each country. Danish policies emphasize education, communication, and awareness-raising, while the British focus on the structures of racism and exclusion, and the need for anti-discrimination and positive action policies. The article suggests that the contrast between the consensus and conflict frames of reference, and the quality of the national political discourse are factors which aid our understanding of these national differences.
migrant origin, and the equal opportunities strategies to combat this, whereas unions in the countries of southern Europe tend to be preoccupied with the issues of a relatively recent influx of immigrants, working precariously on short-term work permits, and with a very large problem of undocumented workers suffering extreme exploitation. However, even within northern Europe there can be significant differences. This article identifies very different approaches to immigrants and ethnic inequality in two such countries, Denmark and the UK, and suggests some possible explanations. While there have been earlier comparisons of union bargaining practices in Denmark and the UK (Scheuer, 1997) , there has been little on union activities regarding immigrants and ethnic inequality. Penninx and Roosblad (2000: 13-15 ) suggest four sets of factors which might account for national differences in union policies towards immigrants:
• The social position of the trade union movement and its power and its structure • The economic and labour market situation at the time • The broader social and institutional context, the political structure, legislation, national ideologies, and public discourse, and • The characteristics of the immigrants themselves.
The first two sets of factors might be thought to be of overriding importance, as they relate directly to the power of a trade union movement to achieve its aims. However, explanations within the third category appear of principal significance when it comes to understanding differences in the approaches of unions in the UK and Denmark. Of particular importance is the quality of public discourse on immigrants, ethnic minorities, and multiculturalism, in particular that of political opinion leaders, and the balance between 'conflict' and 'consensus' in political life, also reflected in the relationship between trade unions, employers, and government.
co-operation and consensus between trade unions and employers and their organizations; centralized and nation-wide collective agreements; widespread codetermination/democracy in working life; active state support of class collaboration with an effective system of conflict solution; and . . . corporatist (tripartite) decision-making processes and implementation'. The responsibility for policing (legally binding) collective agreements gives trade unions a great deal of formal power, and this is largely independent of membership militancy and insensitive to unemployment (Scheuer, 1992) . Denmark has a predominance of small and medium-sized firms, a structural factor which induces employers to form organizations and conclude collective agreements (Due et al., 1994) . Correspondingly, the attitudes of Danish governments of recent years have not been antagonistic towards unions.
In contrast, British unions have not had the political legitimacy of their Danish counterparts (particularly under the Conservative government between 1979 and 1997), nor the institutionalized cooperation. Both unions and employers' organizations are relatively weak. The unions' stance has historically involved 'a resistance to change and an adversarial posture in the workplace' (Edwards et al., 1992: 5) . Their power tends to fluctuate directly with the economic climate. Do such differences have implications for policies regarding immigrants and ethnic minorities? Does the greater institutional power of the Danish trade unions place them in a better position to fight for policies of equality and anti-discrimination than their weaker British counterparts? This article attempts to provide some answers.
Methodology
This research mainly involved a programme of interviews, mostly taperecorded, with 20 activists in Denmark on the subject of union policies regarding immigrants, ethnic inequality, and racial discrimination. The majority of interviewees were members of Netvaerk i Fagbevaegelsen (NIF or Network in the Unions), a trade union network for foreigners, ethnic minorities, refugees, and Danes who wish to involve themselves in issues of ethnic equality. Three interviews were with ethnic equality activists working in non-governmental organizations (NGOs) in Copenhagen, whose daily work put them in a good position to comment on the activities of trade unions in this field.
There were also interviews with 10 British trade union officers, all with special responsibility for issues of ethnic equality, apart from one who was a union general secretary with a particular interest in ethnic equality issues. Fewer interviews were necessary in the UK as there already exists an extensive academic literature on British trade unions, racism, and ethnic equality. For that same reason, greater emphasis is given within this article to the descriptive Danish material than to the British.
Unions and 'Equal Treatment'
According to Penninx and Roosblad (2000) , one of the dilemmas facing trade unions is whether special policies, services, and facilities should be established for immigrants and ethnic minorities within the workplace or within the unions themselves. What should now be the 'minimum position' is described by Martens (1999: 224) as 'guaranteeing access, advancement, training, pay, and the like for all jobs in all sectors without restrictions or limitations for all immigrants or foreigners who already reside, for a specific period of time, in the host country'. He concludes, however, that unions 'seem to have difficulty in coming to grips with equal treatment'.
One problem is the confusion that can exist around terms such as 'equal treatment' or 'equal opportunities'. Drawing on the classification of MacEwen (1995) it is possible to identify four distinct approaches.
1. The equal treatment approach: equal opportunities simply involve making sure that all are treated the same, regardless of ethnicity or colour. This is the classic 'colour-blind' approach. 2. The 'level playing field' approach which recognizes the need to remove some unfair barriers (for example, racism or discrimination) which operate in the labour market, so that all have a fair chance. 3. The equal opportunities approach which aims for longer-term proportional representation of minorities though a range of organizational measures, such as ethnic monitoring and targets, and elements of 'positive action' to overcome the effects of past inequalities. 4. The equal outcome approach which uses quotas and 'positive discrimination' to achieve a much shorter-term proportional representation of minorities. It is the most controversial type, seen by many to be in breach of natural justice.
Special Policies in the UK
The dilemma of equal treatment began to occupy British trade unionists in the 1960s, as substantial immigration brought a new ethnic minority membership. Approaches moved roughly in sequence through the four categories above. First, the 'equal treatment' approach was taken for granted, with a consensus that any special policies would discriminate against the white membership (Radin, 1966) . Thus, in 1970, the general
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secretary of the Trades Union Congress (TUC) insisted that 'the trade union movement is concerned with a man or a woman as a worker. The colour of a man's skin has no relevance whatever to his work' (Sunday Times, 1972) . However, in the early 1970s the TUC began to move to the 'level playing field' approach, beginning with educational and training materials on equal opportunities and racism for use in trade union courses. In 1979, it sent out a circular to all affiliated unions recommending that they adopt a policy on racism, and in 1981, it published Black Workers: A TUC Charter for Equal Opportunity, 1 encouraging unions be more active on the issue. By the 1980s British unions were going beyond anti-racism and antidiscrimination by establishing special equal opportunities structures with elements of positive action and appointing national officers to take responsibility for issues affecting black members. Increasingly, individual unions have set up separate committees to deal with race or equal opportunities issues, or both, and many have 'self-organization' structures for black members (Virdee and Grint, 1994) . Some unions have reserved or additional seats on their national executive committee for representatives of the black membership. By 1993 a survey of 21 unions, covering twothirds of the TUC-affiliated membership (Equal Opportunities Review, 1993) , showed that 10 had a national committee dealing specifically with race equality issues, and 9 had some black full-time officials. Nearly twothirds of unions had taken positive action steps such as organizing conferences for black members and producing literature in ethnic minority languages. The TUC Annual Congress in 2001 agreed to change its rules to commit all affiliates to promoting equality. 2 After many years of collective pressure by activists, current policies range across items two and three of the classification outlined above. While we would not expect unions to adopt the fourth, 'equal outcomes' approach of positive discrimination (which would risk being identified as unlawful in the UK), there were, in the 1990s, some policies which appeared on the fringes of this. Some unions have adopted reserved seats on their governing bodies, guaranteeing a place for a minimum number of black members. This transcends the normal voting procedures. Other unions 'play safe' and create what they call 'additional', rather than 'reserved' seats on their governing bodies for black members.
Special Policies in Denmark
In the 1960s and 1970s, the first years of immigration, Danish unions devoted significant resources to organizing immigrants into unions and their unemployment insurance schemes, 3 and checking that they received equal pay. However, the 'equal treatment' approach was sustained far Wrench: Trade Union Responses to Immigrants and Ethnic Inequality longer than in the UK. Until the late 1990s, trade union leaders were reluctant to consider any special measures relating to members of foreign origin, even though it was clear that racism was growing in Danish society and the rate of unemployment of people of immigrant origin or descent was three or four times that of the white Danish population. Leaders were sensitive to the risk that any 'positive action' might be unpopular with their Danish majority membership. The 'social partners' were in agreement on this -for example, the Danish Employers' Confederation, Dansk Arbejdsgiverforening (DA), insisted in the early 1990s that refugees and immigrants should not be regarded as a special group. The fact that foreign nationals were guaranteed the same conditions of employment, pay, vacation, and unemployment insurance as Danes, meant that there was no need for any special measures (Hjarnø, 1995a) .
In the 1990s, various unions began a range of initiatives to improve the integration of immigrants in employment. Advisers were recruited to help qualified immigrants find work; schemes were introduced to activate unemployed ethnic minority women; and support was given for positive action schemes for the training of young people of immigrant origin. Local branches of one union began to organize courses for immigrants in the Danish language and industrial relations and also special health and safety courses, particularly for safety representatives. In the summer of 1993, Specialarbejderforbundet i Danmark (SiD or the General Workers' Union) brought together officials from a number of unions who were concerned about the increasingly strident tone of the Danish debate on immigrants, and drew up an initiative against racism and xenophobia.
One outcome was the creation of the NIF network, with the aim of improving conditions for ethnic minorities in the labour market and building bridges between them and the trade unions. Its initiatives include the publication of a booklet for immigrants and refugees (providing basic information on their opportunities, rights, and obligations) and providing speakers, mostly from an ethnic minority background, on issues of cultural difference, ethnic equality, and discrimination for trade union and other meetings.
By the end of the 1990s the union with the most ambitious ethnic equality plan was Handels-i Kontorfunktionaerernes Forbund (HK or the Union of Commercial and Clerical Employees). Its objective was to 'ensure true equality between ethnic minorities and Danes in the labour market and in society' by increasing ethnic minority membership and involvement in the union, and working to ensure that the contents of collective and local agreements promote ethnic equality.
In 1999, the main union confederation, Landsorganisationen i Danmark (LO), and DA publicly determined to promote ethnic equality and combat racism, and in 2002, they signed an agreement on the better integration of refugees and immigrants. Refugees and immigrants should be given a contractual relationship with an enterprise as quickly as possible; Danish-language teaching should be provided, preferably in the enterprise and during working hours; and the skills and qualifications of refugees and immigrants should be converted into corresponding Danish qualifications.
Danish experience contrasts with that in the UK, where unions have developed a far wider range of policies and structures, with self-organization of black members and relatively strong positive action measures, deriving from a strong awareness of issues of racism and discrimination. In Denmark, the unions held on much longer to an 'equal treatment' view, embracing changes in union structures to a much lesser degree. Instead, the emphasis has been more on improving the participation of ethnic minorities without significant changes to structures. The focus of Danish union policies has been on education courses for immigrants, training, counselling, and advice. The implicit assumption is that the problem of ethnic equality is in large part related to deficits within immigrant communities themselves. When barriers have been identified in the attitudes and practices of employers and union members themselves, the main thrust of solutions seems to be on campaigns of information and persuasion. This contrasts with the British approach, where there is an underlying recognition of racism and discrimination as processes of exclusion, and a stronger focus on changing structures and policing behaviour. While the LO has long been strongly and publicly opposed to racism and ethnic inequality, this stance does not seem to have found expression in specific anti-discrimination policies of the kind found in the UK.
British Activists and Union Policies
There were 8 individual unions represented by the 10 British interviewees, who talked in detail about the range of policies within their respective unions. All respondents recognized the need to identify accurately union membership by ethnic origin and hence supported the practice of ethnic monitoring; questions were raised only concerning the form and content of such monitoring. The same was the case with selforganization structures: all approved the principle of self-organized black groups, but again there was debate over the form that these should take.
In one large white-collar union there were self-organized black members' groups at both regional and local levels, and an official felt that the structural changes over the past few years meant that 'the agenda of the union is now beginning to address the diverse make-up of the union'. The fact that these structures were successfully enhancing the participation of black members could be seen in one local branch of the union in London, where 47 percent of the members and 52 percent of the branch executive were black.
On the question of reserved places for black members on union governing bodies, the representative of one white-collar union explained: 'before, we had a problem of black members standing for election to the executive and not getting elected. Therefore the executive was not representative. Now we have guaranteed places on the national executive. If 50 people stand for 20 places, and if there is no black person among the 20, the highest placed black person displaces the lowest polling white member.' He observed that there was no resentment among the white membership when this happened. 'Everyone understands that this could happen, and they realise that this is necessary -without this reserved seat there would be no black person on the executive.' Some six respondents were able to talk in detail about union policy in relation to the problem of racial harassment. An activist in a civil service union saw that 'harassment at work is still a big issue -either from other staff, or from the public. We need to do much more on this.' A union in the education sector was working to get anti-harassment policies into the national collective agreement with employers, and a union in the financial sector had set up a racial harassment counselling network to provide support to victims. A white-collar union produced a publication entitled Racial Harassment is not Part of the Job. A public-sector union had recently introduced a rule making racial harassment an offence, and stating that 'if a member is accused of racism they must demonstrate that they didn't do it or the union won't support them'.
In all, three of the respondents mentioned one problematic element of verbal harassment, namely, the culture of racist 'jokes' within the workplace. One representative of a transport union stated: 'We make a clear statement about such "jokes" being unacceptable. The only criterion which is valid is whether the recipient finds it offensive.' Similarly, a teachers' union official stated: 'as a union we're quite clear -that's just unacceptable behaviour. We won't accept that if it happens in the school. We won't accept it from pupils -it's in our code of professional conduct. ' Several respondents noted that their unions had started initiatives to try to improve the unions' handling of discrimination cases, such as providing special training on how to handle complaints and on how to take cases to employment tribunals.
Danish Activists and Union Policies
The interviews with the Danish trade unionists revealed very different attitudes. While the UK interviewees accepted without question that the monitoring of ethnic background was essential, the Danish responses were very mixed. A small minority did agree that monitoring was an essential pillar of future policies. A larger number were sympathetic to the idea in theory, yet held strong reservations about using it in practice. The remainder, when they had any opinion at all, were strongly against it. Several saw it as 'not the Danish way of doing things'. A woman of immigrant origin argued, 'I think Denmark perhaps is different from many other countries because we're not that categorical. We take each individual and we look at that individual. We don't put them into boxes.' One man said that this would be very controversial in Denmark, but he actually liked the fact that it was made legally difficult to do in practice. 'In some ways I like that law. It means as a political party you can't do something on the grounds of colour.' Certainly, the legal ambiguity which still existed around the practice in Denmark made it more difficult for those who wanted to monitor ethnicity, and provided a good excuse for those who did not.
One reason for monitoring is that it allows employers to introduce targets, such as trying to match the local ethnic breakdown of the population in the workforce. However, for most of the activists, this was 'too soon' or 'too controversial'. One rejected this because he confused it with positive discrimination; another thought that at best it should be done 'informally'. Other activists had reservations about special training for immigrant members to equip them for union positions. One said 'yes, I think definitely it would be a good idea. But maybe it will take 20 years!' This was because he predicted that it would be seen as 'positive discrimination'. Similarly, there were reservations about special groups within unions, or special conferences. Another respondent said 'every little group will want a special committee -I think many people [will] think it's stupid. Crazy. We don't do that. ' The policies of a number of UK unions of reserved seats on union committees is a stronger type of positive action, bordering on the 'equal outcome' approach. Since some of the more 'routine' types of equal opportunity and positive action measures were questioned by many of the NIF activists, it was not surprising that this was even more unacceptable, and certainly not seen as 'the Danish way of doing things'. One activist typified the response of many others: 'it's not realistic in Denmark. I don't think it would be seen as acceptable. In Denmark there is no tradition of this -things work in a different way here.' A more acceptable alternative was simply 'encouraging' minorities to stand for office.
Even the more apparently straightforward 'anti-discrimination' practices were relatively neglected in the discourse of the Danish respondents. Most had never considered union policies against physical or verbal harassment in the workplace. When prompted by the interviewer, the typical responses were rather hesitant. One ethnic minority woman replied, 'it depends on how you use it -it might be used wrongly. . . . I think it would be difficult to show that it had taken place' and a man stated 'we have rules against sexual harassment but I don't know of any cases of racial harassment'. The coordinator of one local NIF group ventured the opinion that there was no problem of racial harassment in Danish workplaces: 'we talk nice to each other and don't fight'. When asked whether there were ever problems of a workplace culture of racist jokes, several replied that 'you can't make rules about jokes'.
It should be remembered that the respondents were among the best informed and most experienced Danish trade unionists in respect of these issues. Do their responses reflect a 'lack of awareness' of a problem which is often intrinsically difficult to see? Alternatively, is the reality that racism and discrimination are much less of a problem in the Danish workplace than in the UK? The problem of racial discrimination in the UK labour market is well known, as indicated by years of research evidence and employment tribunal cases.
There is also research evidence of racial discrimination in the Danish labour market, 4 and respondents were asked if they knew of incidents of discrimination, and whether these had elicited any response from trade unions. Many incidents of racism and discrimination were cited; the interviewees were well aware of the tremendous problems immigrants and refugees had in finding a job in the first place. A respondent from Århus knew of a young person from Afghanistan who wanted to become an apprentice and tried 100 places without being accepted. One respondent who was working on a special scheme to find work for immigrants telephoned an employer, mentioned the man's name, Mohammed, and was told the job was gone. He then asked his female colleague sitting next to him to telephone the same employer, and she was told the job was still available. Similarly, an Århus respondent described how one of his Arabic friends, who had been educated in Denmark, wrote to 20 or 30 companies without obtaining a job. 'So he changed his name on one letter to a Danish name and sent it to the same factory and got a letter back, 'we are very interested, come along [on] that day'.
The very nature of the job application process means that discrimination at this stage is usually hidden from the victim. However, once at the workplace, discriminatory treatment is more easily recognized. Most interviewees could give examples of problems experienced by themselves or others of ethnic minorities being treated differently by co-workers and supervisors. People did not respect their experience or their qualifications, made unjustifiable assumptions about them rooted in some simplistic ideas about culture, or made racist jokes. Fellow workers would take up stories that were in the media, complaining that 'all immigrants are criminals' or 'all immigrants just come here to get money from the social security' and then finish by saying 'Of course, I don't mean you.'
A respondent described the experience of a Somali man on a work placement as an electrician having to endure a climate of 'very nasty racist jokes' and finally being told to leave because some of the firm's customers had made it clear that they did not want him to do their work. A man who told a non-Danish workmate to 'clean these boots -you're so filthy inside, it doesn't matter', was overheard by the manager, who took no action, and later promoted him; an ethnic minority lawyer was addressed as the cleaning lady by a senior partner in a prestigious law company; a black NIF activist who works in a technical library regularly hears his colleagues referring to NIF as 'Niggers in the Unions' (rather than 'Network in the Unions'). Many other such examples were described.
Perceptions of Union Responses to Discrimination
Interviewees were asked whether and how the local trade unions responded to complaints of discrimination. Some 18 of the 20 could not describe one case of a trade union helping a victim of discrimination and starting the steps which might take the case to court. One NIF coordinator responded that most ethnic minorities 'wouldn't even dream of complaining' because 'unions had no idea how to handle the issues'. 'Why do the battle? Because you know you are also fighting your own union.' She reported that she had ethnic minority friends who, on the first day that they start a new job, encounter a barrage of racist comments. 'And they will never go to their union and say "Please help me with this." Never!'
Two of the Copenhagen respondents worked for the Dokumentationsog Rådgivningscenteret om Racediskrimination (DRC or the Documentary and Advisory Centre on Racial Discrimination). In the absence in Denmark of an official counterpart to the Commission for Racial Equality in the UK, this NGO is the main Danish organization to advise and support victims of discrimination. The two interviewees were asked to give examples from their files, going back over the past year or so, where unions had given positive support to their members in discrimination cases and also where victims had not been supported by their unions and where there was a prima facie indication that such support should have been forthcoming. A few of their examples are summarized below.
In two recent cases, a union had acted positively in support of a member, but far more common were cases where unions had failed to help. For example, a chocolate manufacturer denied a woman a job because she was wearing a headscarf, and told the union representative that this was because the buyers (major supermarkets in England and Sweden) would not allow people wearing headscarves to pack their chocolate. This explanation by the company was so unlikely as to be ridiculous, but the union did not bother to check whether it was true or not. In a second case, a psychologist was rejected for a position on the grounds that children would be unable to understand her Finnish accent; according to the DRC worker 'she speaks with an accent but there's absolutely no problem in understanding her'. A third case concerned a man who was given a new team leader at work, who gave the impression that he disliked ethnic minorities; after he started, the company made redundant five or six people out of the eight in his team, all ethnic minorities, and then began to hire Danes again. A fourth case was a cleaning employee who had been promised promotion, but was rejected; one of the people who had been sitting on the appointment committee told him 'the truth is that you are an ethnic minority and we don't like you'. In another case, a Romanian woman was about to start work in a cleaning job, but was then rejected by telephone because she was foreign, and the client thought she 'did not talk Danish properly' -a judgement disputed by the DRC respondent. Finally, a Danish man receiving treatment in a hospital called an Iranian doctor 'an animal' and refused to be examined by her. Although the doctor and her colleague were ready to turn the man away, the director of the hospital ruled that he should receive treatment by a doctor acceptable to him, and the Iranian doctor's professional association supported this decision.
In all these cases, and many others, the relevant union or professional association had failed to support their member, even after the DRC had asked them to take action. The DRC also felt the unions could do more by 'policing' job advertisements, which regularly constitute 'indirect' discrimination by stipulating very high standards of Danish for jobs where this seems unnecessary. For example, advertisements for cleaning jobs often contain phrases such as 'must speak and write perfect Danish' or 'must speak and understand fluent Danish', or even 'must have Danish citizenship'. One DRC respondent simply asked: 'Why are the cleaning unions not kicking up a fuss about this?'
One respondent blamed a complete lack of knowledge by union officials on how to handle a discrimination case. In the experience of one DRC representative, shop stewards were very unsure 'what is racial harassment, where do you draw the line, what cases and examples are there, what can a shop steward do?' Even where shop stewards had acted, this was 'because of their own personal motivation, but without knowing at all what to do, as they had not received any training on the topic'.
While this research was under way the Danish labour movement began to reorganize its central training arrangements, giving the task of developing training courses on 'migration and integration' to one educational institute which plans to develop this component within the general shop stewards' training course. However, when a white-collar union official was asked whether the new training for shop stewards would include material on how to fight cases of discrimination, he replied 'no, it is a general approach, using the labour market as a tool for integration in society'. Another of the interviewees was one of those responsible for developing the training courses at this institute. When asked whether the shop stewards would receive training on how to handle cases of discrimination, he replied 'not on such concrete issues. It's mostly about opening their minds to see people as they are, to look at their competences, and not their ethnic background.'
Danish and British Responses to Diversity Management
One noticeable difference between the Danish and British respondents was their reaction to the relatively new organizational strategy of diversity management -a practice which has now spread from the USA and Canada to Europe. It emphasizes the benefits of an ethnically and culturally mixed workforce, and stresses the importance of recognizing cultural differences between groups of employees and making practical allowances for this in organizational policies, so as to produce a more creative and productive work environment (Kandola and Fullerton, 1998) .
In the Danish interviews, those who were aware of diversity management were strongly in favour. The interview with the respondent who was responsible for designing and running the new training courses for trade unions shows that the language of diversity has become central to these courses, for example, he was planning training on topics such as 'intercultural communication', 'diversity management', and 'the diverse workplace'. He saw a main aim of these courses as 'to get moving towards diversity in the workplace', adding 'I want to establish the foundation of diversity in everything we do here.' When asked if he was aware of any objections to diversity management within the Danish labour movement he replied, 'no I've never heard that. It's not my experience.' Not all of the other Danish respondents had heard about diversity management, but even those who had never heard about it thought, when it was explained, that it sounded a 'good idea'.
In contrast, the interviews with the British trade union activists consistently revealed scepticism or even outright hostility to diversity management. For example, a national officer with a major civil service union was very critical of the wording of an agreement with management which stated that the parties will support and value diversity. He felt that the emphasis on diversity 'does nothing to challenge the basis of race discrimination'. This scepticism towards diversity management is confirmed by other British researchers. Greene and Kirton (2003) interviewed nine officials responsible for equality issues in seven British trade unions and the TUC, and discovered a great deal of suspicion towards the managing diversity rhetoric, which officials described as a 'cover up' or 'window dressing' which detracted from the equality agenda. Such views are shared by many activists; hence, at the 1997 TUC Black Workers' Conference a motion was passed deploring and opposing the trend towards diversity management.
Hence, we can identify important national differences. While most interviewees are clearly aware that racism and unjust discrimination are regular features of working life in both Denmark and the UK, and that ethnic minorities do not participate as much as they might in union life, the perceptions of appropriate responses are very different in Denmark and the UK. The remedies pursued by Danish activists are very different from the priorities of their British counterparts.
The Power of the Trade Union Movement in Society
We now consider how far the causal factors specified by Penninx and Roosblad (2000) may help understand these differences. Their first two categories (the power and structure of the trade union movement and the state of the economy) relate directly to union influence in society. Trade unions with a large membership and substantial institutional power are far better placed to campaign for, introduce, and successfully implement strong ethnic equality measures than institutionally weaker ones.
Economic recession can inhibit equality policies. As Penninx and Roosblad (2000: 14) put it: in times of widespread unemployment the competition (whether actual or supposed) between indigenous and migrant workers could increase, making a trade union policy of inclusion much more problematic. In the same vein one might suppose that there is much more room for special measures for the improvement of the socio-economic position of immigrants, such as positive action, language courses, management training, and suchlike, in times of economic affluence.
However, while unemployment has been high by historical standards in both Britain and Denmark, in both countries it has declined since the early 1990s and the absolute levels are very similar.
The high membership rate and institutionalized influence of the Danish trade unions would suggest that they are in a much better position to introduce strong anti-discrimination policies in support of their immigrant membership than their equivalents in the UK. In Denmark, unlike the UK, trade union membership was rising until the 1990s: from 65 percent in 1970 to 85 percent in 1994. By contrast, in Britain (excluding Northern Ireland) it fell from 56 percent in 1979 to 30 percent in 1998 (Waddington, 2000: 585) . Long-term economic restructuring and recession eroded the sectors which had traditionally provided the mainstay of trade union membership in the UK, and increased the proportional significance of sectors that have proved difficult to unionize. Union decline was also a deliberate policy aim of the Conservative governments in power from 1979 to 1997, which adopted a series of laws to reduce trade union rights and functions (Smith and Morton, 1993) . Collective bargaining coverage fell in two decades from 75 percent to les than 40 percent.
Hence, the weaker labour movement has developed the stronger antidiscrimination activities. The Danish unions, whose membership has increased since the 1970s and which exert considerable national influence, have done relatively little to combat ethnic discrimination. Over the same period, unions in Britain have been increasingly marginalized and seen their membership decline severely, yet have steadily developed their antidiscrimination policies and activities.
A plausible interpretation is that loss of power and status has forced a radicalization of policy. In the 1960s and 1970s, when unemployment was low, membership increasing, and collective bargaining yielding significant gains, British unions were more 'exclusionary' and often tolerated racist practices by members. At this time the TUC supported tough new immigration controls which were widely perceived as racist. However, as membership and power declined, it was increasingly recognized that the future of trade unionism depended on a more inclusive strategy which took seriously the problems and interests of previously marginalized categories of workers. 'Parts of organized labour came to recognise that collective bargaining and exclusionary practices could no longer guarantee their economic security' and unions came to endorse ' " inter-racial" class action on the grounds that working class divisions, including those created by racism, were harmful to the effective pursuit of their material concerns' (Virdee, 2000: 559-60) .
The forces that have undermined trade union power in Britain have also encouraged many union leaders to oppose restrictive immigration measures. Avci and McDonald (2000: 202-6 ) describe how since the mid1990s a 'central component' of the TUC's stand against discrimination has involved concerted opposition to both national and European moves to tighten immigration controls, while individual unions have demanded an amnesty for unauthorized workers, the repeal of legislation which criminalizes them, guaranteed legal status for all migrants and refugees, and the right to live and work in any EU country. As Avci and McDonald (2000) note, 'this is indicative of an important shift in the position of the unions'. Perhaps paradoxically, then, the relationship between union strength and anti-racist policy appears to be the reverse of that predicted by Penninx and Roosblad (2000) .
Differences in Political Discourse
One factor which Penninx and Roosblad (2000) mention is 'public discourse', and this seems directly relevant to the national differences identified here. One key difference between the political discourse in Denmark and the UK is the concept of multiculturalism. In Britain, political leaders intermittently endorse this concept; in Denmark, it is likely to be actively and vehemently opposed. In a speech in 2001, the British foreign secretary stated that the British are not a 'race' and Britishness cannot be defined in terms of race or ethnic background; this was described as 'one of the strongest defences of multiculturalism made by a Government minister ' (Guardian, 2001) . In contrast, the Danish (social-democratic) minister of the interior in 2000 felt the need to reassure the public forcefully that 'Denmark will never be a multicultural society.' This is in the context of what one observer has called the increasing 'cultural racism' in Danish society, a racism which 'can easily be framed within predominant discourses of a highly progressive welfare state, and in a country where relative sexual equality allows the demonization of other "backward" cultures in their midst which are perceived to oppress their women' (Wren, 2001: 147) .
The 2001 general election in Denmark was fought in a climate of antiimmigration rhetoric. In November, a new government was formed by a minority coalition of the Venstre and Det Konservativ Folkeparti. Both parties campaigned on a platform of tightening the legislation on immigration and integration. The new government closed down the Board for Ethnic Equality, which provided advice on discrimination and ethnic equality to the Danish Parliament, the government, local authorities, and firms. In the absence of an official complaints-assistance body in Denmark, the DRC in Copenhagen is now the main support organization for victims of discrimination. However, the government has withdrawn the annual grant which formerly provided 80 percent of the DRC's income. The prime minister labelled such bodies 'judges of taste' and 'socalled experts' who were 'attempting to repress the public debate with their expert tyranny'.
As a minority coalition, the government depends on parliamentary support from the highly nationalistic Dansk Folkeparti, which gained 12 percent of the vote. Its leader advocates policies such as deporting the parents of immigrant offenders if they fail to control the behaviour of their children (Copenhagen Post, 2001b) , and insists that the majority of foreigners in the country should be sent 'home' immediately and that those that remain should behave like Danes and not 'act provocatively' by wearing headscarves (Copenhagen Post, 2001c) . In the party's weekly newsletter, she referred to Muslims as 'people who lie, cheat and deceive' (Copenhagen Post, 2001a) and in a newspaper interview she stated that 'Denmark is a paradise for fanatics who, with human rights in hand, will turn Denmark into a multi-ethnic society' ( Jyllandsposten, 2002) . In 2001, the youth wing of this party placed an advertisement in a student magazine showing three masked Muslims and proclaiming 'gang rapes, brutal violence, fear for your safety, suppression of women -this is what you expect from a multi-ethnic society' (Copenhagen Post, 2001b) .
The Danish trade union interviewees talked of the impact of this kind of political discourse on attitudes at a local level. One stated, 'I meet Danes everywhere who repeat "the Muslims are not our friends, they are only here to take Denmark over and make it Muslim, they are just pretending to be our friends". The first time I heard this I thought the person was bonkers but now it's everywhere.' This sort of thing made it very difficult for NIF activists to go out and debate these issues with ordinary union members. Several respondents recognized the taboo on the word 'multiculturalism'. One activist said, 'I myself don't use the word "multicultural" -there's a big resistance to it.' Another felt that the word 'multicultural' suggested that people did not accept Danish culture and way of living. Of course, Britain has its own strident and negative discourse by politicians on asylum and immigration, and has been recently criticised for the 'xenophobic and intolerant' coverage of asylum seekers and refugees in the media (ECRI, 2000) . However, there is not the combined anti-Muslim and anti-multiculturalism discourse from political leaders that is found in Denmark, and it does not have such a direct relevance for issues of employment.
The Danish national trade union leadership, and the LO in particular, are highly critical of the rhetoric and policies of the Dansk Folkeparti. In this overall context, the attitudes of the Danish union activists towards diversity management are understandable. In their desire to put clear water between themselves and the anti-immigrant rhetoric of the politicians, the Danish interviewees strongly embraced the principles of multiculturalism and diversity management.
The British attitudes to diversity management arise in a very different context. There has been a long history of ethnic equality and antidiscrimination policies in UK unions, but it required some bitter struggles before reasonably strong equal opportunities and anti-racist and anti-discrimination policies became accepted, both in the workplace and within the unions themselves (Wrench, 1987) . One reason why British activists are suspicious of diversity management is the fear that it may imply priority for 'soft' rather than 'hard' equal opportunities practices. If a diversity management approach consists of little more than celebrating cultural diversity, it will sidestep many of the stronger elements which have existed within a broader equal opportunities approach, such as targets intended to produce a workforce which reflects the ethnic makeup of the locality, anti-discrimination training to modify the behaviour of white managers and employees, or strong internal anti-harassment initiatives.
Thus in Britain, a multicultural diversity management approach is contrasted not with 'anti-multiculturalism', but with an alternative ethnic equality approach, namely, equal opportunities with elements of positive action. People who have been active in equality struggles within the British trade union movement see a move to diversity management as a retrograde step. In contrast, in Denmark, the lack of historical experience of strong anti-discrimination measures predisposes the union movement to the idea of diversity management. In Denmark, embracing a multicultural philosophy is progressive in the context of a national debate in which politicians generate an 'anti-multiculturalism' assimilationist discourse. Penninx and Roosblad (2000) also include in their category of societal contexts the contrast between conflict and consensus ideologies and their implications for trade union action against racism and discrimination. In one respect, it could be argued that the cooperative 'Danish model' indirectly prevents racism. Unlike many other EU countries, Denmark does not have a major problem of undocumented immigrants being exploited in illegal work. Because in Denmark collective agreements play such a dominant role in the relationship between employer and employees, it seems that employers' practices are effectively policed, not only by the unions, but also by their own associations (Hjarnø, 2003) . In countries where large numbers of immigrants are illegally employed, their presence has been shown to stimulate racist attitudes among the local population (as with the racist violence and arson against undocumented immigrants in El Ejido, Spain, in 2000).
Conflict and Consensus
However, a consensual and corporatist social model also has intrinsic weaknesses. This has been suggested by Graham and Soininen (1998) , who argue that within another Nordic country, Sweden, anti-discrimination measures came late (in 1994) precisely because of the cooperative and corporate nature of the industrial relations system. For the previous 20 years, it had been argued that ethnic discrimination issues were best handled by peak-level agreement rather than by law, in line with the 'voluntarist' nature of the Swedish model. In Denmark, a law against employment discrimination (including racial discrimination) was resisted by senior union leaders for similar reasons, and was passed only in 1996. Up to this point it was insisted that such questions should be tackled by voluntary collective agreements between the industrial relations partners (Hjarnø, 1995b) .
The consensus approach can also delay action at local level. In Denmark, a cooperative tradition, high union density, and the emphasis on collective agreement make employers more sensitive to the views of their workforce than in many other European countries. This can inhibit the removal of discriminatory practices at local level because of the need for employers to be sensitive to the attitudes of ordinary union members, who are exposed to a relentless anti-immigrant discourse from politicians and the popular media.
The consensus/conflict dimension can also help us understand why Danish union activists see diversity management as a positive development. Danish unions are used to consulting and cooperating with employers in the workplace, and many large employers welcome the development of diversity management at a time of global markets and demographic trends which limit the native workforce. For its part, the LO and some of the larger Danish trade unions are members of Foreningen Nydansker, an organization set up in 1998 by human resource managers from several large Danish businesses with the aim of setting a 'positive agenda' in the business community regarding diversity practices in employment.
The overall focus and approach within the two countries are different, consistent with the contrast between conflictual and consensual approaches. In Denmark, getting immigrants 'integrated' into the labour market is seen as an important stage on the way to 'social integration', and in recent years there have developed a range of national policies, generally supported by the unions, emphasizing the labour market activation and integration of immigrants. The language of 'integration' in Denmark contrasts with the language of 'combating inequality' in the UK. It is significant that many of the UK interviewees held positions in their unions with titles such as 'equalities officer', whereas a similar post, recently created within a major union in Denmark, goes under the title of 'integration consultant'. Penninx and Roosblad (2000) identify the characteristics of the immigrants themselves as the fourth potential explanation of differences in union policies. In the case of the UK, postwar immigrants came primarily from former colonies, commonly spoke English, and were familiar with British social institutions. In Denmark, the situation was different, and thus union policies tended to emphasize language and other training for immigrants.
Characteristics of the Ethnic Minority Membership
Equality activists in both Britain and Denmark were concerned to address what they saw as low participation by ethnic minority members in union activities. However, they perceived both the problem and the solutions differently. This was partly because of differences in the character of the first generation of immigrants in each country. Denmark has taken in a much greater proportion of refugees than the UK, typically with less previous experience of union activities. As one Copenhagen respondent observed, 'you often find that refugees are afraid of union involvement because of their past experiences. They will pay the fees but they don't ask any questions about it. Some of them even thought the union fee was some sort of protection money for the local mafia.' By contrast, many postwar migrant groups to Britain came from colonies with active trade unions based on the British model (sometimes with the help of unions in Britain). Therefore many immigrants already had experience of unions and a natural expectation that they would join them and be active when in Britain.
These differences connect with those between the conflict and consensus models. In Denmark, if immigrants do not participate in union activities and positions it is diagnosed as a problem of 'awareness', both on the part of the immigrants and of the union officials. Interviewees felt that local union officials did not realize that special encouragement was often needed to break down the barriers that kept ethnic minorities from participating; they tended to assume that 'everything must be OK because immigrants have exactly the same rights as we do'. Thus NIF activists were in effect questioning the old, minimalist 'equal treatment' stance, still found at local level within unions. Officials ought to make special efforts to encourage immigrants to come to meetings and participate, and immigrants themselves must be educated on the importance of involvement.
In the UK, if ethnic minority members are not active in the union it is more likely to be assumed that this is a structural problem connected to discrimination. Therefore the response is that structures within the union must change. Research in the 1970s and 1980s showed that one reason there were so few black shop stewards was that a black worker who felt that racism was a feature of the work environment would be less likely to take on a position which entailed making 'personal sacrifices for the collective good' (Phizacklea and Miles, 1980: 125) . Black workers also reported that they felt that their issues were ignored at union meetings because of the apathy of the white majority (Lee, 1984: 12) . This was seen as the fundamental problem of being a minority in an organization run by majority interests. Thus the solutions seen as necessary for improving minority participation in unions were, first, to tackle workplace racism and, second, to develop special structures which would enable black voices to be heard.
Conclusion
We have concluded that in understanding the very different Danish and British approaches to immigrants and ethnic inequality, factors which Penninx and Roosblad (2000) place in their third category (social institutions, ideologies, and public discourse) seem of particular significance. While other factors are also relevant, their effect is often surprising. The structural and economic influences on the power of a trade union movement to realize its own agenda operate contrary to the predictions of Penninx and Roosblad (2000) . The Danish trade union movement has a far higher membership rate and far greater political influence than its British counterpart, yet is relatively inactive against discrimination. The British trade union movement, already weak in comparison to Denmark, adopted a stronger stance in favour of immigrants and against racial discrimination at a time when external forces were making it even weaker.
With regard to differences in the backgrounds of the immigrant populations in the two countries, these certainly influence their predisposition to join or be active in a trade union, and this affects the emphasis of union policies for increasing participation. However, another significant difference is the fact that, unlike in the UK, the Danish immigrant population is predominantly Muslim. This interacts with one of the most important of the social context factors, namely, a more overtly racist, antiimmigrant, and Islamophobic discourse by political leaders and the media.
Danish trade union activists' opposition to politicians' crudely assimilationist, anti-Muslim, and anti-multiculturalism discourse tends naturally to point them towards a positive view of multicultural policies and diversity management. Hence many of the unions' new initiatives put the emphasis on educational and informational campaigns. New training courses emphasize diversity, respect for cultural difference, and the breaking down of barriers to communication. Diversity management fits well into the consensus way of doing things, with an emphasis on discussion, cooperation, and agreement rather than legislation and regulation. However, while Danish activists emphasize this type of measure, they do not embrace the forms of anti-racism and anti-discrimination activities seen in the UK, such as self-organization structures for black and ethnic minority members, ethnic monitoring and positive action measures, nor do they pursue the active policing of discrimination and of verbal and physical harassment. These measures, found in the UK, fall more easily into a 'conflict' frame of reference.
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